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The exponential growth of science, in all spheres of modern life, is a big challenge for 
every person, in order to find a way to follow these changes. The belief in the 
economy, politics, leading elites, as well as in the media is probably at the lowest 
possible level, not only nationally and regionally, but also globally. Using different 
communication channels (like social networks as the simplest communication 
channels) each stakeholder can give negative reviews and comments about an 
organization. In such difficult and challenging business conditions, the usual methods 
and theories of management do not work best at all levels of cooperation and action. 
The reason for this probably lies in the fact that while the world is changing rapidly, 
transforming itself into new forms, management as a science fails to follow in parallel, 
the steps of all the changes and processes caused by globalization. The competition 
for talents in the labor market today, requires additional effort from the management 
of organizations. If we take into account that fact (from many others), we can clearly 
see that a "new" time is coming in which managers need to be constantly 
(re)inventive, both in terms of themselves, as a person, but also in term of managing 
their organizations, too. For those who want to create the necessary change and adapt 
to modern functioning, this "journey" can be a significant evolution on an individual, 
collective and global level filled with many innovations and challenges. The pandemic 
that brought a major crisis situation at all levels, on the other hand, led to changes in 
the management methodology. All these crisis situations put the leaders to a huge 
test to prove, which of them is the real manager in bad times so as in good times, and 
which remains even a step behind or down, because he cannot face the challenges 
first as a person himself, and then on the other hand to adapt the employees to the 
newly imposed working conditions, without disturbing the humanitarian aspect. The 
"new" time proved to be a time of significant changes that dictate a different culture of 
living, different experiencing things, re-examining all the trends that are aimed at a 
kind of growth and development of the person, that steps with enormous speed 
through all changes and processes, as a being, a person, a motivator, an innovator, a 
manager, to finally realize that until the "I" didn’t turns into the "WE", we cannot talk 
about any leadership, in context of all the challenges, that only the right manager can 
face every day. 
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1. Introduction 
The pandemic we face is questioning traditional ways of working and managing, i.e. 
managers are wondering how to behave in times of crisis. At a time when the corona 
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pandemic and the crisis it brought with it are still not over, some organizations are struggling 
with the idea to reopen the doors of their offices, not leaving out the measures of social 
distancing combined with strict hygiene measures. Wherever possible, governments 
advocate the concept of working from home the so called Home Office concept.  
Many organizations and their management have resisted and had big doubts in the time 
before Corona to introduce new concepts, the new form of work, known today internationally 
as "New work “. But as much as it seemed as unattainable and unacceptable (by some 
managers and employees even with resistance) this concept has been shown to have a 
positive effect on productivity, employee satisfaction, and engagement of employees, as well 
on their fluctuation.  
Despite the unpreparedness of the management, the pandemic still forced many of them to 
accept at least a part of the New work approach, i.e. the concept of Home office. For some 
managers the combined work (from home and from the office) was already accepted and 
applied practice, so the novelty was not a special challenge, but for others, the new situation 
was a big change, which brought with it repercussions at all levels. For many managers, it 
was unthinkable to allow their employees to do their job independently, outside the office or 
workplace, without strict oversight of the work, while keeping employees productive. 
Considering that each manager manages in a different way, and that we are all individuals 
with different characteristics and traits, we faced an imbalance because while some were just 
trying to discover new ways of managing their employees, others had really great difficulty 
dealing with the challenge of today's New work. 
2. Management skills and qualities required in the Corona crisis 
First of all, given that there are several management qualities that are particularly important 
to apply in the Corona crisis, in a word called humanities (qualities), we realized that what is 
important in managing the current business environment is: 
• deep (essential) listening to employees, 
• agility and flexibility, 
• complete honesty, modesty, patience, calmness, 
• willingness to experiment, 
• learning from mistakes (own and others), 
• Rapid change of direction and mode of operation if necessary. 
 
Probably more than ever we have faced the need to create a climate in organizations in 
which employees will feel safe. In a direct way, the management is faced with the situation 
that exactly the management is responsible for creating a sense of security, to provide 
security, i.e. that none of the employees will be left out, while not allowing themselves to 
favor one employee over another. 
 
In the current operating conditions, managers need to practice cognitive empathy. Emotional 
and cognitive empathy, according to Marco Iacoboni, are two different sides of the same 
medallion. These two forms of empathy correspond to the classical psychological dichotomy 
between type-1 and type-2 processes. Type-1 is more automatic, i.e. pre-reflective, 
stimulating and inflexible, while type-2 processes seem laborious, slow, intentional at first, 
but they are still flexible [1].  
If we point out the classic example of emotional empathy as "emotional contagion", it means 
that emotions spread among people who interact like a virus in a semi-automated and pre-
reflective form. On the other hand, cognitive empathy is a process that requires much more 
engagement. It presupposes a process that involves "seeing" things from another person's 
perspective, understanding the other person's motives, accepting the other's point of view, 
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and at the same time feeling like the other so that you can think like the other person. (Figure 
1).  
 
Figure 1: Guidance to cognitive empathy 
 
Cognitive empathy can be most simply explained by the expression "I see what you feel." 
The fact is that we are all involved in a situation that is completely unpredictable, a situation 
that has developed and is still developing very complex, which in itself leads to a new 
situation, where managers need to be able to pay attention first to the organization, then to 
its internal and external environment and to all stakeholders, and all this, in order to involve 
all the sides that have some interest (stakeholders) and things in the process to create a 
sense of connection. In such moments, the need for unity is especially expressed. A person 
as individual, as a unit, is not able to overcome the obstacles, on its own, without difficulties. 
Namely, it requires a mutual sense of connection and transition to "WE" and detachment 
from the "I" approach. In these (un)times it is necessary to literally stand "side by side" not 
only with employees, but also with customers, suppliers, in fact with the society as a whole. 
Due to the complexity of the situation, in today's and current working conditions, the question 
that arises is: "What are the necessary management skills?" 
For managing people and organization, the most important thing is to determine what every 
individual can do, what strengths she/he has so that they can be properly used in the 
function of the organization and exactly where this strength will or can make the greatest 
contribution and impact. The expertise gained through education and training is not 
something that lasts a lifetime, because it is clearly detected that during the professional life 
it must be constantly expanded with new knowledge and adjustments, following the trends, 
renewing what has been learned, through the gained experiences. This is a rule that applies 
to all professions, where management is not excluded. In managing, active, in-depth and 
substantive listening is almost underestimated. For managers there is an opinion that they 
spend over 70% of their working time in "communication" during their work day. In reality this 
means communicating various "announcements", "explanations", "giving directions" and 
similar. On the other hand, communication is not a one-sided process, because without deep 
listening we cannot talk about managing today in totality. 
If we ask ourselves - what is it the essence that separates managers who can successfully 
deal with the current situation, as opposed to those who cannot, we will probably be able to 
find more different answers. Some of the skills that are worth mentioning are of course: skills, 
ability, competence, setting clear goals, empathy, attentiveness, eloquent communication 
through all possible channels including video conferencing, knowing the strengths and 
weaknesses of co-workers. Probably one of the most important skills of the modern manager 
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in our time is the ability to have trust, i.e. to build relationships filled with mutual trust, which 
is part of the successful evolution of the entire management process. 
Management should also be aware of the fact that some employees are able to be 
productive at home and to finish their tasks at a high level, but there are also those who 
without strong leadership simply feel lost in every sense of functioning. In addition to the 
obvious characteristics in terms of specialist knowledge and expertise, the possibility of 
independent work, in the conditions of the pandemic, one characteristic is especially 
pronounced in some employees, and that is the high degree of internal (self)motivation, 
which seemed to be lacking or did not come in such a great expression in the operating 
conditions we were been using before the corona crisis. 
 
The author of bestselling books in the field of business and human behavior, Daniel Pink, 
believes that there are three factors which are important to provide the necessary level of 
internal motivation in the workplace, and they are: 
• Autonomy or opportunity for self-determination 
• Perfection / perfectionism in performance 
• Fulfilling the goal/ goal achievement.  
According to Pink, autonomy is the desire of the person to determine itself, and at the same 
time to decide for itself certain circumstances. It increases the commitment for fulfilling the 
duties, as opposed to simply fulfilling the assigned obligations. The factor of perfection is the 
drive of employees to improve themselves, while the third factor is meeting the goal in terms 
of doing something that has a purpose and is especially important for both, for employees 
and for management, too. Maybe the whole management is in front of a significant exam, i.e. 
whether management that understands the impact of these factors will be able to create jobs 
and responsibilities that will give employees a wide range of freedom not only in performance 
and action, but also in decision-making, enabling them to decide together - what is the best 
way for all of them to work in order to achieve clearly defined goals and objectives. Namely, 
the management should guarantee an appropriate level of challenge, but also an opportunity 
for employees to develop and learn on a daily basis, which is a great challenge for everyone. 
 
We want to emphasize another important direction given by this author, and that is that 
managers in times of current crisis should be fair players in the overall change processes. 
Many studies have shown that employees have lost or have no confidence in leadership at 
all. Today, we can emphasize that more than ever before, managers need to practice fair 
relations with all employees. "You need to avoid any belief that there are different rules for 
the people at the top and other rules for the other people in the organization," said Daniel 
Pink. A key characteristic of a person who successfully manages the crisis is precisely the 
conviction and transmission of the important message that we are all in this together. This 
means that each individual plays according to the same set of rules of the game [2] and 
therefore the treatment of every individual is necessary, just in the way as we would like to 
receive it to ourselves. 
2.1. The challenges of working in "New Work" conditions 
Many employees around the world work from home in the Home office. One of the results of 
this way of working presupposes a future re-examination of the organizations, like:  
• what kind of work should be done in collaboration with others, in cooperation, or  
• what kind of work can (not) be done individually, synchronized or unsynchronized, 
and finally,  
• what type of work will require from people in organizations to work physically 
together, and which type will not have such claims. 
It is extremely important for the management to discover what each of the employees can do 
individually, what are its strengths and based on it, to use this employees’ strength where it 
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can make the greatest contribution to the organization. If an employee is managed in a way 
by attempting to eliminate his weaknesses, an average performance reduction of around 
27% is usually obtained. On the other hand, when its strengths are promoted and used, an 
average performance increase of 36% is obtained [5]. It is such a wide range of difference, 
which points to an enormous number of irregularities that certainly lead to the separation of 
the achievement of the common goal, followed through the path for its achievement of the 
organizational goal. 
When motivating employees, it is not enough to just delegate the responsibilities and tasks 
that are generally below the intellectual level and abilities of the manager. It is necessary for 
managers to separate themselves from performing tasks and responsibilities that they 
personally consider challenging and find them exciting, and to start leaving them to be 
fulfilled by subordinates. 
Management offers a certain kind of vision and higher goals that should be within the reach 
of the entire organization. Every individual in the organization needs to be able to formulate 
the reason why she/he as an individual does and works something, why that what she/he is 
doing is something that is exciting for this person and finally why it would be worthwhile for 
this person to invest sweat, tears and blood, all in order to achieve that higher common goal. 
All this imposes to the management the need to communicate regularly, so that each and 
every employee feels involved in the process, but also the employee to be aware of his value 
to the organization and that the contribution he makes, is not only appreciated, but also 
valued. 
Something that is necessary for the organizations to do in this (un)time is to learn a 
significant lesson from this "young and unknown" crisis we are still facing with, to see exactly 
the input of their teams, by discovering and determining at the same time, which departments 
in their organization (despite quarantines and lockdown, as well as during the Home Office) 
proved to be “very good”, even during the newly imposed operating conditions. Those 
managers and leaders who have been able to maintain a high level of performance and 
productivity by employees, at the same time, maintaining a positive work atmosphere, are 
the best people in the organization and exactly for this individuals, the organization should 
give the maximum to keep them to stay a part of it. 
 
In this era of “New Work”, it is more important than ever to select people who have the 
necessary skills, while not forgetting to promot these individuals. But also, it is necessary to 
give employees support at all levels (organizational and personal) in order to get everyone 
through this crisis without major consequences, with a common goal to build a successful 
future for the organization, but in a way to have a positive impact on the society as a whole. 
Organizations, in order to be able to get out of the Corona crisis, as little as possible 
damaged by the consequences, need managers who will develop a culture based on trust. 
This would mean creating a work environment in which employees will have the opportunity 
to manage themselves, by creating a culture in which every day learning will be something 
that is understandable, with the achievement of a higher goal being at the center of every 
action and activity. All this is in strong contrast to the selection and promotion of people 
based on their high level of technical expertise. 
The next necessary steps would be to make analyzes and evaluations of those individuals, 
employees who have shown good results, as well as those who have shown potential for 
their own further development and their segregation from the others, based on performance 
and productivity. In this way, the organization will become an integral part of the group of 
those organizations that have successfully dealt with the Corona crisis and have proven 
capable of withstanding the problems caused by the crisis. On the other hand, an open 
analysis is necessary to ensure that the results from the inputted effort and endeavor will be 
taken into account, so there will be no need to bypass the need to make appropriate 
decisions. The future of the organization, and thus the future of society as a whole, will 
depend on the courage of management to make such decisions and to conduct these 
27 
 
comprehensive analyzes of its employees, which is of great importance for the functioning of 
the organization as a whole. 
2.2. The true leader od today 
The leader of today is the one who cares about the development of co-workers, employees, 
the one who has a real interest (not declarative) in human capital and its further 
development. The true leader manages to develop an understanding of the situation and the 
work of employees through reliable, credible information. A leader is a person who through 
active and careful listening involves the people from the organization in the work of the 
organization, whether it is a certain company, or it is a movement, ideology (political or any 
other kind). Namely, it is about the fact that people who feel connection and are connected to 
their organization, will consider it as their own and thus will create a real relationship. Such a 
connection can only occur if the leader, the manager, strengthens and develops his 
employees, while releasing and handing over part of the "power", so that each individual 
understands and accepts its responsibilities. Such an attitude will thus contribute to the 
successful implementation of the organizational strategy and successful operation. But for 
success to happen realistically, first of all, human development is necessary, which is not 
only given to the manager as a necessity where she/he needs to direct, but also given to 
her/him as a very important segment in order to: successfully work with employees, creates 
totality in all fields and at the same time to achieve final success for all equally. 
In the XXI century, in general, the thing that is required from leaders and from the top 
management of organizations with a special emphasis on the time we live in at the moment - 
the Corona pandemic, the focus shift precisely from the "I" approach to the "WE" approach. 
In the working conditions so far, there have been (and still are) emphasized the 
characteristics of leaders and the principles by which they lead, then their leadership 
specialized knowledge, their leadership experience. Slowly, but surely (and with the 
pandemic, even with an intensified course), we are moving towards the need for enhanced 
effectiveness of the teams. 
Effective teams are created and enabled through the successful work of managers, where 
the manager is the one who makes it possible. Namely, the need to strengthen "WE" is 
emphasized here, which is of great importance for the whole organization. 
Only a diverse team, strengthened by diverse talents, knowledge, skills, experience, can 
successfully overcome the challenge of a growing number of self-managed organizations 
that have a horizontal, as opposed to the once strict vertical, hierarchy. But, in order to 
stimulate this potential, the leader (manager) needs to know how to bring the best knowledge 
to the team and then, afterwards, to be able to give the team the highest possible autonomy. 
This all leads to the elaboration of everything that is part of this (r)evolution and thus opens 
very clearly the question: "Why do they all work here and now?". This is where the most 
important task of the leader is emphasized - to give meaning, seriousness, importance to the 
tasks that lead to the fulfillment of all goals and tasks of the organization as a totality. 
The source of leaders’ motivation towards this approach, can come from different 
parameters, but still we will emphasize and bring it in connection with the previously 
mentioned theory of motivation of Daniel Pink: 
• From autonomy or opportunity for self-determination, through which the leader is 
allowed (enabled) to work towards achieving positive results 
• From their own satisfaction of technical excellence in performance, which enabled 
them for the best and most appropriate use of their personal talent in serving the 
team and the organization as a whole, and 
• From fulfilling the personal goal, starting from the importance of the activities, all in 
order to achieve the company's goals, vision and achievements. 
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2.3. „War“ for talents  
There are several misconceptions about human resources management. We often encounter 
the term "War for Talents" in the literature, which as an expression, means even for itself - 
resistance. Many metaphors of war are still used in the sphere of management of 
organizations and employees, as if the managers are somewhere in a "trench" and try to 
"overcome" or "defeat" the enemy with a certain tactic. The background to the various 
militaristic expressions probably comes from the importance and position of the leader in 
military Businesses, in their work and functioning, have taken over many practices from the 
military: ranking (by rank, i.e. by function), setting a chain of command, execution without 
questioning, but also speech and the manner of addressing and communicating. And here, in 
fact, it turns out that the time has come to reconsider the transition from "I" to "WE".  
An appropriate example of the positivity that can result from the "WE" approach is the first 
photograph of the "shadow of a black hole" in the Universe taken on April 10, 2019. This 
image has been successfully taken and created thanks to six radio telescopes from different 
countries: Chile, European countries, Hawaii, the South Pole, countries with different 
arrangements (democratic and autocratic), which have used their forces to jointly make the 
impossible possible. Prior to this historic astronomical event, which involved more than 200 
astronomers from 13 institutes, none of these telescopes were able to take this image on 
their own. Together, moving from "I" to "WE", the team was able to build a virtual telescope 
whose signal reached a magnification of two million times, enough to see a tennis ball on the 
moon. 
All this leads only to a common conclusion, that without cooperation, no one will be able to 
build success at the company level, and thus participate in the success of the community and 
the environment in which the organization operates and works, nor will we all be able to deal 
with climate change, dealing with hunger, and the consequences of the pandemic we are 
facing. And therefore, so inherent in all of this, the task of management, especially human 
resource management, is for the "ordinary" people in the organization - to encourage them to 
create and achieve great results.  
But at this point, it all starts within the person. Each individual should ask himself/herself 
several important questions and give himself/herself the right answers in terms of: “What are 
my talents and abilities and how well do I know myself? In what direction do I want to use my 
professional energy? Do I have talents that I use in my free time, which I can use for 
professional purposes, too? How and why should I enter a "flow" state (because this state 
leads to increased satisfaction and better performance)? " 
If a person is a leader in the true sense, these questions should be asked first to her/himself 
and then to the team members. The meaning of this "self" re-examination lies precisely in the 
desire to achieve exceptional performance. 
3. Conclusion 
It can be expected that many will ask themselves what is needed for the leading structures in 
the organization to make the transition from "I" to "WE". Does it require a different attitude 
towards themselves, as well as towards the environment that surrounds them? Will it be 
possible to prescribe certain rules, directions, propositions for this passage? The transition 
will be conditioned (and therefore expected to emerge) by the mix of the public pressure and 
the change in the acceptance of the business as a whole and the leadership as an integral 
part of it. At the same time, it will be extremely important to recruit talent, which is necessary 
to be kept in organizations and to be further developed, and lastly, it is necessary to remove 
male chauvinism in the business world. With such changed and new views, understandings 
and practices, the "self-centered leadership" will be unthinkable and unsuccessful. 
The time after World War II, in terms of management, was a time of survival. Then followed 
the time of social ascent to a certain degree of functioning. Today, the 21st century, is a time 
when the economy needs to be positioned solely in the service of people, the community and 
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the planet as a whole. Environmental sustainability is one of the basic ingredients of current 
and future success, and should not be left out of the so-called "WE" concept, because if 
businesses do not have an entrepreneurial approach that will improve their environment and 
enrich it with resources, they will not have "support" for their business (from society, 
customers, investors and employees). The organizations that will function and act in that way 
will experience economic benefit. 
One day, which we hope will not be too far away, the approach of "WE" by the organizational 
leadership will become a necessity. Then all of us will be able to overcome all the global 
challenges we face. At the end, all this will be a great lesson for every single one, that 
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